Aims: To reveal how the relationship between employee separation and employee performance management could be reconciled via electronic human resource management (e-HRM) Study Design: Multimode survey technique. Place and Duration of Study: Ahmadu Bello University Zaria, Bayero University Kano and Usmanu Danfodiyo University Sokoto from January to July, 2013. Methodology: The paper employs a quantitative research methodology using a systematic sampling technique. Three universities were sampled in Nigeria. The data collected was subjected to series of analyses using SPSS version 19 and Smart PLS.
INTRODUCTION
There are mainly two known different disputations about employee separation i.e. it is mainly triggered by the desire of employees for an increased paycheck and from the other angle it was only seen as a sort of movement that is very damaging to career building [1] . Irrespective of what form of argument one holds on to, the only certain thing about employee separation is that it happens no matter what, either as a sort of protest against un satisfaction (i.e. increased pay) or as a necessity (such as retirement or dismissal).
Virtually all the public universities in Nigeria battle with issues concerning employee performance management and their worst nightmare -brain drain. Experts are quitting their appointments with the universities unceremoniously as a result of inability to uphold the intellectual contract and honor agreement between the federal government and the universities. It has been relatively argued by [2] that the aftermath of such movement (the brain drain) translates that the university system and perhaps the entire education sector is and will continue to be exposed to a huge negative loss of potential. However, another alternative to curtailing brain drain and solidify the strength of realizing the central of objective of producing quality graduates could be through the adoption of e-HRM. In a similar fashion, [3] pointed out that consideration of employee attitude and behavior is paramount for effective performance management to take precedence in any goal oriented organization.
Research Questions
i) Is there any relationship between separation and performance management system among academics in Nigerian universities? ii) Is there any relationship between e-HRM and performance management system among academics in Nigerian universities? iii) Does e-HRM mediates the relationship between separation and performance management system among academics in Nigerian universities?
Research Objectives
i) To examine the relationship between separation and performance management system among academics in Nigerian universities ii) To examine the relationship between e-HRM and performance management system among academics in Nigerian universities iii) To examine the mediating effect of e-HRM on the relationship between separation and performance management system among academics in Nigerian universities
Research Hypotheses
i) That separation is significantly related to performance management system among academics in Nigerian universities ii) That e-HRM is significantly related to performance management system among academics in Nigerian universities iii) That e-HRM mediates the relationship between separation and performance management system among academics in Nigerian universities
RELATED LITERATURE
e-HRM could be interpreted as the managerial hold up of the human resource management (HRM) functions and practices in an organization via internet technology. However, as argued by [4] e-HRM is more than just the technology factor, e-HRM is rather a comprehensive way of exercising responsibilities in the organizations in the course of a mindful and directed support of web-technology-based channels. Borrowing the argument of [5, 6 ] the awareness of e-HRM in industries should fit well with strategic organizational needs of the public institutions as well vis-à-vis personnel in general. Little is known about this fit, however, relative to this point, the potential insight about e-HRM is that it is an attempt by the strategic level within the organization to lighten up operational HRM work on employees and correspondingly, boost up quality performance.
In terms of opportunity re discovery, one popular area where e-HRM discourse is very eminent is perhaps the aspect of training and development. It is also gaining prominence in training needs assessment, e-learning related activity as well as in career management [7] . More interestingly, this paper was able to gather from literature that organizations around the globe use e-HRM for a number of activities such as e-performance management, e-360 appraisal, e-skills management, e-training administration, e-learning resources, erecruitment, e-salary review , e-employment equity ,e-leave, e-discipline and e-succession planning, all these integrated into overall technology-based human capital management systems [8] .
e-HRM entails putting an eye on the academics in advance by managing their talents electronically which makes it possible to identify their grievances and signs of their intent to head off from the university. That will enable the management to take remedial and timely action as well as make adequate preparations for separation process. However, regardless of the domino effect of remedial actions, it is meaningful doing the whole lot possible to counter negative emotions which also affect the quality of service and outward image of the university. In view of this therefore, it is clear that the current demand for improvements on the education system efficiency, accessibility, wellbeing and ensuring quality and contentment of both the academics and student in Nigeria could be achieved through successful implementation of e-HRM.
METHODOLOGY
This paper was designed to follow the quantitative research approach. Three federal universities were selected in North Western Nigeria (i.e Ahmadu Bello University Zaria; Bayero University Kano and Usmanu Danfodiyo University Sokoto). The reason why the North West region was used is because it is the largest in terms of population and the selected universities are the oldest in the region.
Research Design
This paper employs a multimode survey strategy to obtain data this involves face to face questionnaire administration in Ahmadu Bello University Zaria and Usmanu Danfodiyo University Sokoto while an online survey was conducted for the respondents in Bayero University Kano. The reason behind this is that there were security challenges in Kano state at the time of this research. Academic members of staff were randomly selected and they comprise the unit upon which analyses were made.
Research Population
The target population for this study is all the academic staffs (Teaching staff) in the whole of higher educational institutions in Nigeria and the accessible population are the members of academic staff of the three selected universities (Ahmadu Bello University Zaria, Bayero University Kano and Usmanu Danfodiyo University Sokoto) in North western Nigeria, a total of 3627 members of staff as at the time of this study.
Research Sample
To be able to reduce sampling errors, [9] provided an easier means of achieving a good sample size using a given formula and a comprehensive table regarding a definite population figure hence the stress of calculation is relieved of researchers. The fact that 3627 was not reflected in the Krejcie and Morgan's table, the researchers used 357 which are for 5000 population size as sample size. The justification for picking a higher number is in the argument put forward by [10] who suggested that at least 50% of the sample size be added to attain accuracy.
Instrumentation
Single questionnaire instrument that was designed on 5-point likert scales to measure the various variables was used. All scales were adopted from various items where their validity has been established. The study also further conducted validity and reliability analysis and a composite reliability was also used to confirm the reliability of each of the items. Multicollinearity assessment and a test of mediation effect were as well undertaken.
FINDINGS
This study presents the findings in different forms, the preliminary analyses such as the correlation analysis and multicollinearity diagnostics were done in SPSS version 19 and measurement and structural model evaluations were carried out in the SmartPLS 2.0 M3 [11] .
Correlation Analysis
To ascertain precision in the interpretation of this study, research interpretations, a table was provided which displays the results of Pearson correlation coefficients that was undertaken in order to have a clear understanding of the correlation between the study variables. As displayed in the Table 1 , the values of entire correlation in all the variables are positive and statistically significant at P<0.01.
The Table 2 
Measurement Model
In Smart PLS analysis, an evaluation of a measurement model becomes paramount to be able to determine the validity and reliability of the scales used as well as the ability of the model to predict outcome of relationship among constructs. This study evaluates the measurement model by conducting the convergent validity analysis, reliability analysis, discriminant validity test, assessment of the predictive relevance of the model and the determination of the goodness of fit (GoF). First, Table 3 below displays the result of convergent validity test.
The validity of a measurement scale becomes convergent if the items posses a loading greater than 0.5 on their constructs [12] and if there no any other item that loads higher than the one it measures. In Table 3 above the 12 items load appropriately on their constructs and have gone beyond the yardstick of 0.5. More so, all the items load highly on their constructs than other constructs. In Table 4 , the reliability analysis was shown.
The three variables in Table 4 show composite reliability values of 0.80 and above and corresponding AVE values greater than the threshold of 0.5 indicating a strong reliability. The values obtained for the variables are: .87113 for performance management system (EMPM), .88989 for employee separation (SEP), .86527 electronic human resource management (e-HRM). An analysis of discriminant validity was shown in Table 5 . Discriminant validity offers a concrete explanation on whether the measures of constructs that are not supposed to be related are actually related. To be able to ascertain the discriminant validity, this study followed the argument of [13] by using the square root of the AVE for each construct. The result of these squreroot was presented along the diagonal. As pointed out by [14] , for a sound discriminant validity to emerge, all the diagonal elements should possess a value greater than those elements that are off the diagonal. Table 6 displayed the result of the predictive relevance analysis. The Table 6 shows that, Q 2 shows predictive ability of 0.134979 for the EMPM and 0.261737 for e-HRM. This possibly indicates that the model has a predictive relevance. Going by what [15] pointed out that if Q 2 >0, the model has predictive capability. It has been argued by [16] , that it is imperative to assess the model's Predictive ability in SmartPLS, this is depicted by Q 2 . The Q 2 does not only assess how values are assembled around the model but also assesses the factor estimates. This study reports the Q 2 through cross validated redundancy extracted through blindfolding. The cross validated redundancy explains the capability of the model to predict the behavior and the relationship among variables thus; it demonstrates the quality of the model. The table that followed displays the cross validated redundancy. In Table 7 that followed, the goodness of fit of the model was ascertained. The GoF is calculated using the following formula: Table 7 that the value of GoF obtained in this study is quite impressive because GoF values 0.1 = small; 0.25 = medium and 0.36 = large [15] . Having evaluated the measurement model, the following segment evaluates the structural model.
Structural Model
Structural model evaluation as thoroughly discussed by [14] is to test the hypothesized relationships among constructs. The Table 7 indicates that all the three hypothesized relationships are supported. The hypotheses are accepted based on the statistical significance at 0.05. Table 8 displayed the results of hypotheses testing. 
Mediation Analysis
Mediation analysis in this study was undertaken using bootstrapping technique as thoroughly discussed by [17] . This technique was chosen because it uses standard errors for path coefficients. Using 5000 re sampling iterations as suggested by [15] the mediation test was undertaken and Table 9 displays the result of the mediation test. The Table 9 above presents the result of the mediation test of e-HRM it shows a t-value of 2.45 for this interprets a significant mediation effect of e-HRM on the relationship between employee separation and performance management. It is statistically significant at 5% (0.05). 
DISCUSSIONS
The first objective of this research was to examine the relationship between separation and PMS of academics in Nigerian Universities. This objective was accomplished as evidenced in the research findings obtained. The results concur with findings of scholars. For instance, [18] found out that employee separation ushers effective PMS. Similarly, [19] recognized that employee separation is paramount to PMS. Correspondingly, it has been argued that employee separation and performance management are in many instances complimentary to one another [20, 21, 22] . But nonetheless, this result to some extent in contradicts the findings of [23] , who found that relationship between employee separation and PMS are as much conflicting as they are complimentary.
The second objective that aimed to determine the intervening power of e-HRM on the relationship between employee separation and performance management system was also attained. This was indicated in the analysis where the T-value indicates a significant relationship at 5% level of significance with a corresponding low p-value. This finding has backing from a number of empirical studies such as that of [24] who found that e-HRM has a significant intervening power. Series of other reports such as Joseph and [25, 26] have also made clear that e-HRM mediates the relationship between organizational success, turn over, value creation and overall performance management of employees.
IMPLICATIONS
Organizational stewardship and continuity cannot be definite without a good correlation between employee performance management and employee separation which could be reconciled through electronic human resource management (e-HRM). e-HRM has proven to be a strong antidote to organizational failures in the private sector and series of literatures point out that same could be said of e-HRM if carefully integrated in the public sector affairs.
DIRECTION FOR FUTURE STUDIES
Future studies may consider other regions in Nigeria or even attempt a comparative study across public universities or compare with the privately owned universities in Nigeria to be able to fully comprehend the connection between separation and employee performance management system.
CONCLUSION
As revealed in this study, one of the greatest problems facing Nigerian Universities is perhaps their inability to retain their staff and, e-HRM has proven to have mediated employee separation and performance management. This implies that there is need for adequate funding of the universities to be able to secure the needed environment for e-HRM to thrive.
